As the global work environment keeps changing to suit the exigencies of the demands of the modern patient and employees, the issue of the influence of leadership in the healthcare sector has come to the fore. This paper seeks to evaluate the moderating influence of demographic variables on the interaction between transformational leadership and work engagement as well as between the influence of work engagement and organisational commitment. As disclosed in the framework the intervening variables are the gender, age and the level of experience of the respondents. Moreover this chapter highlights the influence that organisational commitment has on work performance of employees. The analysis leads to the rejection of the hypothesis that age and number of years of experience equally moderates the relationship between idealised influence and work engagement among hospital employees in Ghana. The findings of the study also reject the notion that gender moderates the relationship between intellectual stimulation and work engagement among hospital employees in Ghana. This was also observed in the case of the role of age and number of years of experience. It is instructive to note also that this findings reject the postulation that the number of years of experience moderates the relationship between intellectual stimulation and work engagement among hospital employees in Ghana, In the same regard this research rejects the idea that the number of years of experience moderates the relationship between idealised influence and work engagement among hospital employees in Ghana.
I. INTRODUCTION
As the global work environment keeps changing to suit the exigencies of the demands of the modern patient and employees, the issue of the influence of leadership in the healthcare sector has come to the fore (Wireko, 2018). In the past hospitals were seen as mainly humanitarian entities with limited interest in profit hence leadership focus was to harness the humanitarian values in employees towards the achievement of its objectives. However, the concept has changed in todays' world as hospitals are also expected to deploy its available resources to survive the turbulence of today's competitive work place (Boateng et al, 2018) . This is especially the case because hospitals work in an atmosphere of exceeding pressure and discomfort. Employees are expected to position themselves to be the last source of hope to depressed patients as part of the medical recovery process. For this reason healthcare employees cannot be subject to the same managements as the ordinary workers but must be prepared in season and out of season through effective and efficient leadership (Asiamah, 2018) . Leadership As noted by Bosch & Rexroth (2014) work engagement is positively associated with leadership values and behaviour such as social support from coworkers and from one's superior, performance feedback, coaching, job control, task variety, opportunities for learning and development, and training facilities. These resources are helpful in reducing the impact of job demands on strain, but they are also useful in the achievement of work goals, and they stimulate learning, personal growth and development (Bloom, 2016) . One consistent finding is that the motivational potential of job resources is particularly salient in the face of high job demands.
In functional leadership theories, leader behaviours is said to contribute or constrain the effective development of an organisation or a unit of an organisation based on the type of leadership approaches that are adopted. Kaliannan, et al (2016) argue that the main work of the leader is to ensure that people within a group get all that is necessary to make them more effective and cohesive. The broadbased work of Lord and Dinh (2013) provides an important context to understanding the application of functional based theories in organisation and how they impact the entire organisational structure. They define leadership perception and how it affects management effectiveness on four essential principles.
The third of the four principles are the fact that leadership has effect on the organisational performance but usually this effect is not "en bloc" but rather is experienced over time and these may be what each of these appears to agree on is the fact that leadership has some very significant effect on the organisations' performance no matter the industry in which they operate. As stated by Chan, et al (2016) what remain relatively unclear are the way and manner the leaders influence organisation performance and effectiveness. Lord & Brown (2015) explains the reason why it is difficult to examine the specific way by which leadership is linked to organisations performance when they explain that most of the time leaders work through their subordinates who have more closer relationship with performance outcome than the leaders.
In addition, it is also the claim of Parakand & Behery (2016) that the lack of clarity between organisation's performance effectiveness and the leadership is also compounded by the fact that the subordinates or This paper seeks to evaluate the moderating influence of demographic variables on the interaction between transformational leadership and work engagement as well as between the influence of work engagement and organisational commitment. As disclosed in the framework the intervening variables are the gender, age and the level of experience of the respondents.
Moreover this chapter highlights the influence that organisational commitment has on work performance of employees. Figure 1 shows the diagrammatic representation of the path to be investigated in this section of the study and that also shows the main hypothesis that is tested as follows: items of interest are shown in the component matrix in table 16 and this shows all the variables on the factors. It is the contention of Jolliffe (2002) that the higher the absolute value of the loading the more that particular factor contributes to the variable extracted.
Typically all items that have factor loadings lower than 0.5 are deemed to be of limited importance and are thereof suppressed in the final analysis. Thus eventhough all the other initial test indicated that the data was good for the analysis, the principal component analysis shows that a substantial number of the factors are far lower than 0.05 and have therefore been surprised as highlighted in the table. Similarly, the analysis also shows that one factor of performance is also substantially loaded on 2 and not on the others. The factors that are highly loaded on each of the factors are well suited for further analysis The next section explores the intermediating role of gender in the interaction between inspirational motivation and work engagement. It is seen that the role of gender changes the co-efficient of relationship from 0.285 to 0.482 and that is an indication that gender has some influence on the two relationships however the influence is not statistically significant. This is inferred from the fact that the significant value is 0.811 which is greater than 0.05 (95% confidence interval). This means that the hypothesis that gender moderates the relationship between inspirational motivation and work engagement among hospital employees in Ghana must be rejected.
Similarly, the intermediating role of age in the interaction between inspirational motivation and work engagement is also not statistically significant hence must be rejected. The analysis shows that age actually moderate the relationship between the two variables since the co-efficient of relationship changes from 0.285 to 0.567 which may lead to the conclusions that age has some influence on the two relationships. However a critical evaluation shows that this moderating effect is not statistically significant. This is inferred from the fact that the significant value is 0.502 which is greater than 0.05 (95% confidence interval). This means that the The next section explores the intermediating role of gender in the interaction between inspirational motivation and work engagement. It is seen that the role of gender changes the co-efficient of relationship however the influence is not statistically significant. This is inferred from the fact that the significant value is 0.362 which is greater than 0.05 (95% confidence interval). This means that the hypothesis that gender moderates the relationship between individualised consideration and work engagement among hospital employees in Ghana must be rejected.
Similarly, the intermediating role of age in the interaction between intellectual stimulation and work engagement is also not statistically significant hence must be rejected. The analysis shows that age actually moderate the relationship between the two variables since the co-efficient of relationship from 0.482 to 0.285 which may lead to the conclusions that age has some influence on the two relationships. However a critical evaluation shows that this moderating effect is not statistically significant. This is inferred from the fact that the significant value is 0.901 which is greater than 0.05 (95% confidence interval). This means that the hypothesis that age moderates the relationship between individualised consideration and work engagement among hospital employees in Ghana must be rejected.
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